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The purpose of this study was to analyze the relationship between social capital and career 
success of Asia Insurance Agents in Esfahan in 2015. Therefore, it is applicable and a cross-
correlation method. Population of this survey is all Asia insurance agents consists of 120 people. 
Census sampling was used to predict the size of the sample. Standardized questionnaire of social 
capital is considered as the tool which measures three aspects of structural, relational and cognitive 
capital and the questionnaire measures career success. Content and formal methods were applied to 
determine the validity of the questionnaire. The reliability of the questionnaire was 0.98 which 
indicates good reliability of measurement tools. Data analysis was performed in both descriptive and 
inferential forms by using SPSS software. Statistical characteristics such as frequency, percentage, 
mean, standard deviation in descriptive form and t-test and analysis of variance test in inferential 
form fit to data were used. Each hypothesis and the result were analyzed separately. The results 
showed a meaningful and positive relationship between all the elements of social capital and career 
success of the agents. 
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Introduction 
Social capital is a sociological concept which is used and applied in business, economic, 
social sciences and public health. Social capital in organizations are considered for many years but 
social relations and social capital in the organization are new issues and topics which are emerged in 
recent decade and the success of the organization and its effectiveness are correlated with social 
capital creation and development. According to many scholars, social capital refers to the links and 
connections between members of a network as a valuable source and the members' goals are 
achieved through these norms and mutual trust. Social capital is a source that may be applied by 
individuals, groups and communities to achieve optimum results and is a concept that in many cases 
is used to explain majority of social process and actions and help to find out why some people, 
groups achieve a better political, economic or social result than others? Now the question is how 
social capital has had an impact on career success of the organizations and what does career success 
mean in fact? Naturally, in any organization that social capital is in a high level, job satisfaction and 
career success are significant. Career success is a relatively complex and multidimensional 
phenomenon. On the one hand, it deals with the performance and ability of people and on the other 
hand, with adaptation power and coping with stress and organizational crises and many other 
variables. Career Success or failure in organizations has a close association with employee’s 
performance. In recent years, organizations have tried to force them having useful and productive 
partnership for the plans that are improving by organization through motivation in human sources 
(Asgarian, 2009). Financial factors are considered as motivational factors in profession and 
occupation in order to meet the psychosocial needs such as reliability, responsibility, participation 
and to satisfy cognitive needs of challenges and creativity (Hagman, 1992).  
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Research Hypothesis 
This article has one main and 3 sub- hypotheses as follows: 
 The main hypothesis 
 There is a significant relationship between social capital and career success. 
Sub-hypotheses  
 There is a significant relationship between social capital and career success of insurance 
agents 
 There is a significant relationship between cognitive dimension of social capital and career 
success of insurance agents. 
 There is a significant relationship between structural dimension of social capital and career 
success of insurance agents. 
Definition of the key terms 
Social capital: means bilateral relations, interactions and networks emerged among human 
groups and the trust which is formed among community and groups as a result of obligations and 
continues social norms. Social capital can be the result of following phenomenon: mutual trust, 
reciprocal social interaction, community groups, sense of collective identity, a feeling of shared 
image of the future and teamwork (Flora, 1999).  
Career success: it refers to satisfying all human factors such as spirituality, wealth, health, 
peace, love and contributing others. It also means career survival and profitability. Success has 
always been about the people and their actions. Human gets greater self-awareness by knowing his 
talents and skills. Self-awareness and ability create trust and self-esteem, and self-esteem leads to 
success. Any organization or institution tries to fulfill its goals efficiently. It is clear that meeting the 
goals is not possible unless to provide conditions and fields to achieve career success for employees. 
Domain of study 
Time domain: Time domain means interval to do research and it is necessary so that 
researcher or reader can decide based on this period. This study is done in 2015. 
Spatial domain: This research was conducted by the agents of Asia Insurance in Esfahan. 
Subject domain: Subject domain includes education related issues. Social capital in Nahapit, 
Gushal opinion is about career success.  
Population and sampling  
This research is a descriptive and applicable study in nature and a cross-sectional in terms of 
time. The population of the study included 130 Asia insurance agents. 
Instrument of the study  
Library and field method were used in this research for data collection. Library method was 
used for literature review of the research. In this way, books, internal and international publications 
related to the subject were studied. Field method was mainly used for confirmation or rejection of 
the hypotheses. Questionnaires were used for data collection. 
Data analysis methods  
Collected data was tested by SPSS software and by means of a questionnaire to create a 
correlation between dependent and independent variables. Pearson correlation coefficient was used 
to test hypothesis, binomial test was used to analyze each of the elements of social capital and career 
success of Asia insurance and Friedman test was used to rank each factor of social capital and career 
success to identify the strengths and weaknesses of Asia Insurance Company in Esfahan. 
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Descriptive analysis of data 
The first step on the data was to calculate frequency and percentage of participants in terms 
of gender, age, work experience, education and field of study. These statistics are presented in the 
following sections. 
Table 1. Descriptive analysis of respondents' gender 
Gender Percentage Frequency 
Female 45 54 
Male 55 66 
Total 100 120 
Table 2. Descriptive analysis of respondents' age 
Age Percentage Frequency 
Below 30 years old 34.2 41 
30-40 40 48 
41-50 14.2 17 
50-60 7.5 9 
More than 60 4.2 5 
Total 100 120 
Table 3. Descriptive analysis of respondents' work experience 
Job experience Percentage frequency 
1-5 years 31.7 38 
6-10 42.5 51 
11-20 19.2 23 
21-30 6.7 8 
Tоtal 100 120 
Table 4. Descriptive analysis of respondents' education 
Education Percentage Frequency 
A.D 20.9 25 
B.S 57.5 69 
M.S or higher 21.7 26 
total 100 120 
Descriptive index for variables 
The values of descriptive index (mean and standard deviation) and the test of normality of 
variables are presented in this section. 
Table 5. Values of descriptive index for social capital and its dimension 
Variable Standard deviation Mean Maximum score Minimum score 
Structural capital 0.41 3.82 4.80 2.30 
Cognitive capital 0.52 3.45 4.60 2 
Relational capital 0.41 3.55 4.85 2.23 
The data show that relational capital with (4.85) has the highest value and cognitive capital 
has the lowest value (4.60) for investment results. 
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Table 6. Values of descriptive index for career success and its dimension 
Variables Standard deviation Mean Maximum score Minimum score
Salary 0.48 3.16 4.5 1.67 
Interaction with colleague 0.49 3.81 5 2.43 
Nature of the job 0.52 3.61 4.8 2.38 
Interactions with supervisor 0.53 3.53 4.5 2 
Proper portfolio 0.81 3.55 5 2 
Less loss ratio 0.88 1.72 4 1 
Results show that the greatest career success factor is related to the nature of the job (3.81) 
and the lowest value is related to less loss ratio (1.72). 
Table 7 presents the result of testing the normality of variables’ by Kalmogrov- Smirnov test 
Table 7. The result of normality of variables 
Variable P-value t-statistics Number 
Social capital 0.07 0.79 120 
Career success 0.2 0.60 120 
According to Table 7, the significance level of social capital and career success is acceptable 
(p<.05). Therefore, the normality of the hypothesis is confirmed and parametric test is used to 
analyze the scores. 
Table 8. The values of descriptive index for social capital and its dimension 
Variables Standard deviation Mean Maximum score Minimum score 
Structural 0.41 3.82 4.80 2.30 
Cognitive 0.52 3.45 4.60 2 
Social capital 0.41 3.55 4.85 2.23 
Table9. The result of normality distribution of the variables 
Variable P-value t-statistics Number 
Social capital 0.07 0.079 120 
Career success 0.2 0.60 120 
According to table 9, the significance level of social capital and career success is acceptable 
(0.05). Thus, the normality hypothesis is confirmed (p-value>0.05). Therefore, the parametric test is 
used to analyze scores. 
Hypotheses testing 
Findings are presented according to the variables of this research. 
The main hypothesis testing: there is a relationship between social capital and career success 
of Asia insurance agents. 
Table 10. Correlation coefficient for social capital and career success 
Variable Social capital 
Career success Significant level(p) Correlation coefficient 
0.0001 0.42 
The result of hypothesis testing is provided through Pearson correlation coefficient. 
According to table 10, correlation coefficient is significant between social capital and career success 
(p<0.05). Therefore, there is a positive relationship between social capital and overall career 
success. 
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The first sub-hypothesis testing: There is a relationship between relational aspect and career 
success of the agents of Asia insurance. 
Table 11. The correlation coefficient between relational aspect and career success 
Variables Sig. Correlation coefficient 
Salary 0.0001 0.42 
Nature of the job 0.33 0.08 
Interaction with collages 0.12 0.14 
Interaction with supervisor 0.006 0.24 
Proper portfolio 0.11 0.14 
Lower loss ratio 0.01 0.22 
Based on Table 11, there is a significant and positive relation between relational aspect with 
salary (p=0.0001, r=0.42), supervisor (p=0.006, r=0.24) at (p<0.05) value, but there is no significant 
relationship between factors such as the nature of career, interaction with collogues, proper portfolio 
and less loss ratio at (p<0.5) level. Salaries and interaction with superiors are approved. Therefore, 
the second hypothesis which is based on a diverse relationship between career success and the 
nature of career, interaction with colleagues, a proper portfolio and less loss ratio is rejected but it is 
confirmed in salary aspect and interaction with supervisor. 
The second sub-hypothesis testing: there is a relationship between cognitive aspect and 
career success of the agents of Asia insurance. 
Table 12. Correlation coefficient between cognitive aspects and career success 
Variables Sig. Correlation coefficient(r) 
Salary 0.005 0.25 
Nature of the job 0.72 0.03 
Interaction with collages 0.45 0.06 
Interaction with supervisor 0.04 0.17 
Proper portfolio 0.005 0.25 
Lower loss ratio 0.44 0.07 
Table 12 indicates a significant and positive relation between relational aspect with salary 
(p=0.0001, r=0.25), supervisor (p=0.04, r=0.17) and a proper portfolio (p=0.005, r=0.25) at (p<0.05) 
value but no significant relation between factors such as the nature of career, interaction with 
collogues, and less loss ratio at (p<0.5) level, so that when cognitive aspects of the agents increased, 
salaries and interaction with superiors and proper portfolio was also improved. Thus, the third 
hypothesis which is based on a diverse relationship between career success and the nature of career, 
interaction with colleagues and less loss ratio is rejected but it is confirmed in salary aspect and 
interaction with supervisor and a proper portfolio. 
Table 13. Correlation coefficient of structural aspect with career success 
Variables Sig. Correlation coefficient(r) 
Salary 0.001 0.32 
Nature of the job 0.005 0.25 
Interaction with collages 0.003 0.27 
Interaction with supervisor 0.02 0.20 
Proper portfolio 0.17 0.12 
Lower loss ratio 0.64 0.04 
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The third sub-hypothesis testing: there is a relationship between structural aspects with the 
career success of the agents of Asia insurance. 
As seen in table 13, there is a significant and positive relation between structural aspect with 
salary (p=0.0001, r=0.32), nature of the career(p=0.005 , r=0.25), interaction with colleagues 
(p=0.04, r=0.17), and relation with supervisor (p=0.04, r=0.17) at (p<0.05) value, but there is no 
significant relationship between factors such as proper portfolio, and less loss ratio at (p<0.5) level, 
so that when structural aspects of the agents increased, salaries, interaction with superiors and 
colleagues and the nature of the career was also improved. Therefore, the fourth hypothesis which is 
based on a diverse relationship between structural aspect and career success for nature of career and 
less loss ratio is rejected but it is confirmed for other aspects. 
Main hypothesis testing: there is a relationship between social capitals with career success. 
The result is obtained by Pearson correlation coefficient. According to table 13, there is a 
significant correlation between social capital and career success at (p<0.05) level. Thus, there is a 
positive and significant relation between social capital and increasing career success. These findings 
are in congruity with findings of Ghalichkhani and MollaHasani (2003), Ahmadi (2005), Shirvani 
(2005), and Mohamadi (2007). People’s investment in human and relational capital is very 
important and critical for career in social capital. Investment can increase productivity and external 
bonuses like perquisite or promotion by supervisors. Therefore, the development of social capital 
depends on the person’s ability to recognize and manage learning, improve learning applications 
through planning, skill to seek a job and balance management for work. This capital are recognized 
through the interaction of people and they can achieve working relationships and get positive statues 
in their job and reach an appropriate place in social networking. Therefore, those with higher human 
capital generally tend to have friends in positions of influence to provide new opportunities. From 
the perspective of social capital, success depends on people’s social statues rather than their 
characteristics. Thus, people's social statue is the factor which determines his social capital and 
result in career differences. 
As seen in table 11, there is a significant and positive relation between relational aspect with 
salary (p=0.0001, r=0.42), supervisor (p=0.006, r=0.24) at (p<0.05) value but there is no significant 
correlation between factors such as the nature of career, interaction with collogues, proper portfolio 
and less loss ratio at (p<0.5) level. Therefore, salaries and interaction with superiors are improved 
when relational aspect of the agents is increased. Therefore, the second hypothesis which is based on 
a diverse relationship between career success and the nature of career, interaction with colleagues, a 
proper portfolio and less loss ratio is rejected but it is confirmed in salary aspect and interaction with 
supervisor. These findings are in line with result of Ghalichkhani and MollaHasani (2003), Ahmadi 
(2005), Shirvani (2005), and Mohamadi (2007). Social capital through extensive relationships and 
interaction with people help to improve their conceptual capital by assessing the knowledge and 
skills of network’s member. It is necessary to acquire emotional, social and conceptual to get 
required courage for partnership. Having relationship and interaction with collogues, supervisors 
and citizens will lead to increased knowledge and experience. Relationships can facilitate the 
performance. Social capital developed through networks is formed based on trust and mutual 
relationships. Networks can have valuable knowledge and experience. But it is costly to make this 
network. Here people are faced with the problem of investment. Resources should be spent on close 
or poor communication networks? Close network has the advantage of focusing on smaller groups 
of people with the intimacy, trust and mutual respect and is a basis to combine the knowledge and 
information in different ways. Having a close relationship is necessary to develop expertise. 
Therefore, social capital or relationship between individuals in social network can result in 
developing human capital. It means that people can reach skills and knowledge through a mutual 
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interaction which at least result in an increase in human capital. Emotional investment covers 
awareness and cohesion. A tendency to learn in social capital can also be determined as a stimulator 
for people’s private promotion and could form self-awareness in social capital in which feedback, 
personal knowledge, free and meaningful relationships which increase self-awareness and 
confidence are created. 
The second sub-hypothesis testing: there is a relation between cognitive aspects and career 
success of the agents of Asia insurance. 
Table 12 demonstrate a significant and positive relation between cognitive aspect with salary 
(p=0.001, r=0.25), supervisor (p=0.004, r=0.17) at (p<0.05) value but no significant correlation 
between factors such as the nature of career, interaction with collogues, interaction with colleagues 
and less loss ratio at (p<0.5) level. Therefore, salaries and interaction with superiors and proper 
portfolio are improved when cognitive aspect of the agents is increased. Therefore, the second sub-
hypothesis which is based salaries and interaction with superiors is approved. Thus, the third sub-
hypothesis which is based on cognitive aspect relationship between career success and the nature of 
career, interaction with colleagues and less loss ratio is rejected but it is confirmed in salary, 
interaction with supervisor and a good portfolio. Findings are in line with result of Ghalichkhani and 
MollaHasani (2003), Ahmadi (2005), Shirvani (2005), and Mohamadi (2007). Therefore, it can be 
said that we need something else in addition to expertise in network for career success which is 
cognitive capital which rooted in the fundamental behavior such as self-confidence and self-
awareness.  
Testing the third sub-hypothesis: there is a relationship between structural aspects with 
career success of the agents of Asia insurance. 
Table 13 shows a significant and positive relation between structural aspect with salary 
(p=0.001, r=0.32), nature of the career(p=0.005 , r=0.25), interaction with colleagues ( p=0.04, 
r=0.17), and relation with supervisor (p=0.04, r=0.17) at (p<0.05) value but no significant relation 
between factors such as proper portfolio, and less loss ratio at (p<0.5) level. Therefore, when 
structural aspects of the agents increase, salaries, interaction with superiors and colleagues and the 
nature of the career were also can improve. Therefore, the forth sub-hypothesis which is based on a 
relationship between structural aspect and career success for nature of career and less loss ratio is 
rejected but it is confirmed for other aspects. Findings are in line with result of Ghalichkhani and 
MollaHasani (2003), Ahmadi (2003), Shirvani(2005), and Mohamadi (2007). Structural aspects is 
based on different criteria: to create situations in which individuals could express their potential 
abilities and special features to support the optional use of power, relevance intervention to make 
relationship and interaction with organizations and eventually to develop opportunity to access 
valuable resources. In such a situation, mutual interaction is the result of employees and employers 
expectation. In other words, those with structural capital capability, can control the organizational 
future or develop their future career path. Therefore, people can achieve career success by 
determining a clear goals and proper management of expressed capitals. 
Practical implications  
 Individuals should define, measure and manage the amount and type of their human capital 
through a proper planning for their job to achieve career success in the future 
 In order to improve human capital, promoting competence, learning capacity, knowledge 
and skills and experience through education and applying experienced people and even retired 
people as coach 
 Since there is a relationship between three capitals, despite the effect of emotional capital 
influencing the career success, it is recommended that the managers plan for increasing human and 
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emotional capital so that, social capital will be strengthened. But specifically they should try to 
create a culture based on trust and partnership and more interaction of the employee’s to develop 
social capital in work teams, flexibility of the systems and communication. 
Generally, objective and subjective career success is one of the important factors which is 
needed to be analyzed in the organizations.  
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